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Abstract 
The recent crisis has tested the organizations capacity to deal with change, and managers were forced to evaluate, to think again 
priorities and review strategically options that can be decisive for organization future. This paper presents part of the results of 
my empirical research regarding Romanian organizations behaviour and human resources development, mainly the competences 
and abilities developed by training programs and the planning of training. These entitle us to sustain human capital and 
competences based training like one of the most valuable form of capital, as we have to find new ways to maintain competitive 
advantage and performance.  
1. Introduction 
Modern organizations are having to face many internal and external environmental pressures which requires them 
to be more responsive to fluctuating market needs, to be flexible in how they work and more adaptable to the 
changing business environment, focusing more on their human capital and core competences. During recent crisis, 
companies worldwide are emerging from deeper cost cutting than expected and the headcount reductions could 
impact the recovery and business competitiveness for years to come. 
In these critical times, organizations that would be able to manage change and choose the right strategically 
alternatives will transcend to a higher stage of development. But to achieve the desired results, managers must 
implement those managerial practices that correctly integrate the two major influences. The first vector is the impact 
of temporary fluctuation of business environment and labor market evolutions, workforce characteristics, 
technological developments. The second point relates to the interests of stakeholders (employees, employers, 
governmental policy etc) and organizational strategies and aims for future development. Al microeconomic level, 
the new management system has to promote adaptability and flexibility as key factors, also with strategies and 
actions increasingly responsive to dynamic environment. Investing in human resource training is essential, 
especially during turbulent times when capacity of organizations to cope with new situations is at maximum. This 
was emphasized by the European Commission in its Communication as "times of crisis, with many new challenges 
and significant increase in unemployment, more than ever require investment in training, and rapid prediction, 
evaluation and management of future needs and skills" ("New skills for new jobs", 2008). 
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1.1. Human resources is the solution 
In this situation, human capital could be a core element of adaptation and survival of organization in critical 
moments, because it preserve inside knowledge, skills, abilities, creative and innovative potential of individuals 
working in a company, that could provide organization a strategically renewal.  More, because the human resource 
is only capable of creative process and offering new solutions for knowledge and innovation, it keeps itself germs of 
changes and transformations leading the evolution. Thus, human resources development based on adaptive thinking 
could significantly contribute to the effort of organizations to be efficient and performing in a rapidly changing 
environment. Also, organization's human capital becomes an element of competitiveness and excellence in business. 
The competitive advantage of companies lies not only in their market positioning, but the management of 
knowledge as intangible resources and how to use them. This is the pattern where the dynamic capabilities and 
strategically thinking are very important.  
Successful organizations are concerned with fostering strategically approaches, estimation of future skills and 
competences requirements, abilities to identify and locate areas of high-professional expertise and participation in 
partnerships and collaborations between different organizations. 
1.2. Training makes the difference       
Training human resources brings a many benefits to a business. It provides staff with new or improved skills, 
competences so that they can carry out better their role or work task. It makes peoples more efficient and they 
become more productive, in terms of quality. At the same time it improves safety and reduces the risk of accidents. 
On the other hand, workers become more flexible, allowing the business to use them in whatever areas they are 
needed. This can also help to improve motivation. The provision of good training has led both to higher quality 
applicants and to better customer satisfaction. Although managers of organizations are aware of the value and 
importance of training process, unfortunately it is perceived as a cost, bringing possibly short term benefits for the 
employee and less perceived as a decisive factor for the productivity and competitiveness of the organization.  
The world of work is changing. The past was about job performance through technical experience. The present 
and future are about interaction between personal and business competences.  A competency is a set of knowledge, 
skills, behaviors, attitudes and characteristics that distinguish one person from another. For fulfilling the job 
requirements, an employer need functional, personal and business competencies required for superior performance. 
Functional or technical competencies relate to technical knowledge or skills required by a particular field or 
profession (i.e. engineering, accounting, health care). Personal competencies are individual attitudes and skills 
required to handle professional relationships and facilitate learning and personal development (i.e. communication, 
teamwork). Business competencies relate to the ability to view issues or situations from a business perspective (i.e. 
problem-solving). That is why so important to identify these competences and use them for selection or 
development of employees. 
The actual competency-based training system includes more than just training courses related to technical 
competences. More than that it identifies the type of competence required for different organisational objectives and 
develops them.  Training is designed to provide employees or develop a variety of competences (i.e. knowledge, 
skills, abilities) so they may be involved in organisation effort to develop sustainable competitive advantage. It is 
difficult to bring in the competence needed for specific organisational need, at some point, by recruitment and 
selection. So there have to be a permanent preoccupation for ensuring them inside organisation. These skills and 
capabilities are gathered over with time and experience and become the distinguishing factor on which the business 
operates. On the other hand, in a changing environment, competencies have to change in response to organisation 
adaptation effort. As a business adapts and changes with time, the competencies also have to change with time and 
thus these competencies have to be flexible, in a permanent updating.  
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2. Purpose of Study and Method 
The recent global crisis has severely tested the organizations ability to respond to changing economic and 
financial indicators and fluctuating need and demand for goods and services. In fact, it put managers in a position to 
analyse, evaluate and creating successful solutions for organisation survival.  
In our study we want to see if are employees of Romanian organizations provide it with appropriate competences 
to assure expected solutions and sustain competitiveness, in conditions of crisis and post-crisis? The answer is 
related to achieving following objectives: analyzing activity of organizing training, investigation the type of 
competences offered by training and the perspective soft training as part of strategically approaches. The results will 
enable us to formulate conclusions and recommendations for optimizing human resource development for 
supporting Romanian company’s efforts to adapt and sustain competitiveness. For investigating the Romanian active 
companies’ response to economic downturn, we conducted a case study based on interviews applied to managers 
from 125 medium and large Romanian companies, regarding aspects of their evolution during 2008-2010.  
3. Findings and Results 
As shown, many of investigated companies operate in urban (88.8%) with activity in one of the following sector: 
industry (27,2%), construction (20,8%), and service (52,0%). Most of them (74,4%) were small (10 - 49 employees) 
or medium-sized  (17,6% of the total have between 50 and 249 employees), and just 8,0% are units with over 250 
employees. Just a few companies were organized in a group or association at national level (7,2% of the total), or a 
multinational group (10,4%). Unfortunately 77,8% aren´t associated at neither national nor multinational level. Half 
of investigated units (50,4%) are using a certified management system. 
3.1. Organizing training programs  
During 2008-2010, training programs (defined by this one paid by the employer) were organized in less than half 
of the surveyed companies, on the other hand 53,6% of the units have not organized training programs. Even if the 
assessment referred to a difficult economical period of time, we estimate that the number of companies that are 
concerned to ensure training is too small compared with our expectations, given the need for training and updating 
the skills of employees and correlation with labor market demand. Employee participation in training programs can 
be done outside working program (34,5%) or during working program (58,6% of total) (Table 1).  
 
Table 1. Time off for training (%)  
 
When the training program was attended:  % 
Training outside working program  34,5 
Training during working program 58,6 
On the other hand, there have been many cases where knowledge were offered by using trainers outside the 
company (79,3%) than cases involving trainers inside the company (43,1%) (Table 2). 
 
Table 2. Who provide training programs (%)  
 
Training is ofered by:  % 
Trainers outside the company 79,3 
Trainers inside the company 43,1 
3.2. The type of competences and skills acquired in training programs become very important in a changing 
business environment 
Training is designed to provide employees or develop a variety of competences (i.e. Knowledge, skill, ability) so 
they may be involved in organization effort to develop sustainable competitive advantage. It is difficult to bring in 
the competence needed for specific organizational need, at some point, by recruitment and selection. So there have 
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to be a permanent preoccupation for ensuring them inside organization. These skills and capabilities are gathered 
over with time and experience and become the distinguishing factor on which the business operates. 
On the other hand, in a changing environment, competencies have to change in response to organisation adaptation 
effort. As a business adapts and changes with time, the competencies also have to change with time and thus these 
competencies have to be flexible, in a permanent updating. 
   In most investigated companies, the programs of training offers technical competences followed by 
communication competences. In numerical order, the next place is allocated to computer using skills, managerial 
competences and the ability to work in a team. The last places are awarded by the capacity to anticipate, initiate and 
manage change and the capacity to identify, analyze and solve professional problems (or problem-solving).  
Asked about the types of competences developed in training programmes organized in their organisation, the 
responders give some details. So, as a primary concern in organisation, there are organized programmes that develop 
the theoretical and practical technical competences, first ranking in 32,8% of responders and second ranking in 
25,9% of cases. Next, the programmes concerning communication competences stand out, especially as a second 
ranking (24,1%). Then it follows a group of three competences that enjoy the same concern from organizations 
namely the computer skills, ability to work in a team, managerial competences, with 10,3% as first option.  
The capacity to anticipate, initiate and manage change is essential in today's rapidly changing and developing 
change management. But, not many organisation consider it so, as long as training is a priority of training for 8,6% 
of organization as a first option and 10,3% of organization as a second option.  Even worse than that is the approach 
of capacity to identify, analyse and solve problems because it is first ranking in 3,4% of units and second ranking in 
1,7% of total. All this figures are given in table 3. Also, we should worry about the large number of responders who 
are not able to give a clear answer about the competences offered during a training program.  
 
 Table 3. Type of competences developed through training (%)  
 
Competences acquired through participation at training programs:  First 
choice (%) 
Second 
choice (%) 
Theoretical and practical technical competences 
Communication competences 
Computer skills, 
Ability to work in a team, 
Managerial competences 
Capacity to anticipate, initiate and manage change 
Capacity to identify, analyze and solve problems 
32,8 
17,2 
10,3 
10,3 
10,3 
8,6 
3,4 
25,9 
24,1 
10,3 
8,6 
3,4 
10,3 
1,7 
3.3. The vision for training 
In investigated Romanian companies, only half of them (53.6%) have a perspective approach of competences 
resulted in a training plan. On the other hand, 46.4% of the units have not a training plan, which should be seen as a 
major obstacle to the development of human resource performance. Regarding units that have a training plan, some 
of them (20.0%) have a plan planning the activity for current year, at the investigating moment, and only 14.4% of 
the units are planning the training activity for the next 2-3 years. The number of companies that have proposed long-
term targets is very small, so 2.4% have training plan for the next 4-5 years, and 5.6% of the units have views of a 
training plan over 5 years (Table 3). 
 
Table 4. The perspective of training (%)  
 
The training plan is designed for:  % 
Current year 
Next 2-3 years  
Next 4-5 years  
Over 5 years 
Do not have a training plan  
20,0 
14,4 
2,4 
5,6 
46,4 
224   Magdalena Velciu /  Procedia - Social and Behavioral Sciences  109 ( 2014 )  220 – 224 
4. Conclusion and recommendation  
Successful organizations are concerned by permanent development of specific competences of employees, 
Not just investing money in workforce training for strengthen competitive advantage in prosperous periods but 
raising the potential of employees to sustain the company adaptability in challenging times. So, not just training but 
competence based training. Special attention should be paid for developing the competences that enhance the 
flexibility potential and adaptability of companies referring to: “capacity to anticipate, initiate and manage change”, 
or “capacity to identify, analyse and solve problems”, as well as “setting goals and priorities and replication the 
successful solutions”.  
The cornerstone of next human resources development should be the strategically approaching of training as a 
central source of change. The strategy for training should contain measures aimed at developing those competences 
that will provide support for desired change process and supporting adaptive behaviour. In this sense, people, 
business managers and workers are not only a resource but also a capital, created by an investment effort. It also 
requires employees to have the correct interpretation of organizations objectives and strategies that allow them to 
capitalize their potential and creative work. A modern adaptable organization is a place of manifestation of material-
informational processes that requires an integrated and holistic approach for designing and methodology of training 
programmes. That’s means prioritize to human potential and paradigm shift from “human resources” to “human 
capital” as a new vector of progress.  
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